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Diversity-Positive Recruitment: Guidelines 
And Tools 
 
This working paper provides practical guidelines and tools for 
diversity-positive recruitment. Written especially for the Human 
Resource (HR) Managers of the Future Harvest (FH) Centers, and 
others responsible for hiring, it presents ‘sourcing strategies’ that are 
truly global and woman-friendly. Its guidelines focus on each stage of 
the process, from drafting vacancy announcements to making 
selection decisions.  
Based on an in-depth examination of current practice in the FH 
Centers, as well as an external review of good practice, it focuses on 
the specific recruiting challenges of international science 
organizations. Since some data and Internet resources are based on 
information that is subject to change, the Gender and Diversity 
Program (G&D) will treat this paper as a ‘living resource’ – posting it 
on the G&D Website (www.genderdiversity.cgiar.org), accessible to 
all Centers. It will be updated periodically to include feedback and 
new information provided by the HR Managers as they work with it.  
The first section provides background material appropriate for senior 
managers. Their support is essential for implementation. The second 
section focuses on global recruitment strategies, offering practical 
ways and means to increase the applicant pool of technically and 
scientifically qualified candidates, including women and nationals 
from developing countries. The third section offers tips for managing 
a diversity-positive selection process.  
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I. Background: Why We Need to Elevate 
Our Game 
 
Much of the argument for diversity-positive recruitment is common 
sense. After all, diversity-positive recruitment offers an organization 
the opportunity to tap all available human resources and maximize 
their potential.  
Diversity-positive recruitment means three things. First, it ensures that 
recruitment efforts tap the global, regional and national pools of 
qualified candidates, making special efforts to reach women and other 
groups currently under-represented in the organization. Second, it 
ensures parity and transparency in all selection processes as well as a 
keen awareness that every new staff hire conveys a visible message 
about the Center’s organizational culture, goals and future. Third, 
diversity-positive recruitment means developing the Centers’ external 
reputations, positioning them as ‘employers of choice’ – employers 
who welcome and value staff diversity and are sensitive to a diversity 
of needs, including, for example, those coming from different cultures, 
with or without children, with or without professional 
spouses/partners or  those with same-sex partners. Top-notch 
applicants are looking for more than a meaningful job. They are 
looking for a package that will address concerns about their quality of 
life and that of their families.  
Diversity-positive recruitment is a powerful – and proven – strategy 
for organizational effectiveness. Research conducted on R&D teams 
at CSIRO and at Stanford University, for example, found that 
diversity-rich teams outperform homogenous ones, especially for 
innovation. Organizations hiring ‘clones’ who have similar 
experiences and training are going to be less likely to stimulate 
productive ideas or generate new solutions. This is not to say that all 
homogenous groups are ineffective. But staff diversity can help any 
organization become more dynamic, more innovative and more 
responsive to the needs of the communities they work for. These 
benefits are especially salient for an international organization 
committed to fighting hunger and poverty, such as the CGIAR.  
For talented people, it is a seller’s market. In the past, organizations 
were not so aware that a staff’s gender and cultural diversity could 
contribute to the recruiting competitiveness of an organization. Now 
we know that enriching the pool of talented and skilled people widens 
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access to other potential recruits. The Future Harvest Centers 
compete with both international, non-profit organizations and for-
profit research companies for skilled scientists and managers. 
Diversity-positive staffing is one way to position the Centers as 
employers of first choice.  
Many organizations still regard equal opportunities for women and 
developing country nationals as a moral issue that is incompatible 
with the harsh realities of the market. In reality, organizations can 
present their dedication to equity as part of a recruitment strategy to 
attract and retain the world’s best. More and more of the world’s best 
make their job choices based on their perception of the ethical 
positions of organizations. It is increasingly difficult for organizations 
perceived to be monocultural or non-progressive in their management 
to compete successfully for top candidates. Talented people want to 
work for organizations they can feel good about. 
 
Box 1. The Business Case for Diversity 
 
When staff diversity is sought, respected and enhanced, organizations 
have a greater ability to:  
 respond to changing workforce demographics, including greater 
participation by women and members of other historically under-
represented groups; 
 strengthen collaborative modes of working by accentuating 
interdependence, partnerships and alliances; 
 build innovation, creativity and problem solving through 
supporting multi-cultural, multi-disciplinary teams; 
 advance social justice and equality – a core value of Future 
Harvest Centers; 
 improve retention of highly qualified staff by offering progressive 
and satisfying work experiences; 
 excel in performance and reputation by modeling the workplace 
of the future; and tap into new knowledge networks giving 
broader access to clients, beneficiaries and investors. 
 
~From G&D working paper no. 24, Working with Diversity: A Framework for 
Action (2000) 
WHAT THE FH CENTERS’ HUMAN RESOURCE MANAGERS SAY 
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Interviews with several HR managers of FH Centers revealed that 
there is no commonly held idea of diversity. Some HR professionals 
view diversity strictly as a social concern, focusing on gender and 
nationality. For others, diversity includes dimensions such as religion, 
geography, discipline and multicultural issues. Still others focus less on 
diversity per se and more on workplace dynamics, such as respecting 
and harnessing skills and perspectives, or providing opportunities for 
staff to balance family and career needs, and the subsequent affect of 
these issues on recruitment and attrition.  
The interviews also found that many Centers focus on the recruitment 
of women and nationals from developing countries in order to 
increase their ‘diversity numbers’, while ignoring the issues of career 
development and retention. Other Centers, legitimately committed to 
developing and supporting staff diversity, inadvertently foster 
competition among diverse groups.  
Only a few Future Harvest Centers track and document their 
recruitment and hiring processes to provide data and lessons for 
future efforts. Even fewer use explicitly diversity-positive approaches 
to applicant selection and hiring. Most seem to be ‘doing diversity’ by 
sending their vacancy announcements to the Gender and Diversity 
Program for distribution through G&D’s database of women scientists 
and professionals (a good but inadequate step).  
In addition, many Centers expect their HR staff members to handle 
all diversity initiatives alone, adding this task to their already busy 
work loads. Diversity-positive recruitment is most successful in the 
Centers where there is commitment and support from senior 
management.  
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Box 2.  G&D Vision Statement 
 
Supporting the CGIAR in a Changing World 
 
Our Vision 
To cultivate standards of excellence for diversity in the workplace, equal to our 
standards for science, which empowers all staff to contribute their best to enrich 
future harvests. 
 
Our Purpose 
We are a global organization, born of a global community, diverse in 
professional discipline, nationality, gender, race, culture, ethnicity, 
language, age, religion and sexual orientation. We seek those 
differences and seize the opportunities our great diversity offers in the 
service of tropical agricultural research. 
 
Our Core Values 
Our core focus is the practice of high quality science to reduce 
hunger and poverty, improve human nutrition and health, and 
protect the environment. To achieve our purpose we must attract 
and continuously learn to best utilize and retain our diversity. By 
honoring and capitalizing on our differences, we strengthen internal 
and external partnerships, and enhance the relevance and impact of 
the Centers. 
 
We create and maintain an organizational culture that: 
 Attracts and retains the world’s best women and men; 
 Encourages the recruitment and promotion of under-
represented groups; 
 Establishes a workplace climate of genuine respect, equity and 
high morale; 
 Promotes a healthy balance between professional and private 
lives; 
 Inspires world-class competency in multi-cultural teamwork, 
cross-cultural communication and international management; 
 Empowers and enthuses all women and men in the system to 
maximize professional efficacy and collectively contribute their 
best; and 
 Rewards leadership, creativity and innovation that employs and 
celebrates diversity in the Centers.  
 
~Drafted by participants of G&D’s Diversity in Action E-Conference for 
Directors General and Their Teams 2001 
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CENTER RECRUITMENT STRATEGIES PAST AND PRESENT 
In 1993, research by the CGIAR Gender Staffing Program found that 
Centers were using a combination of three broad recruitment 
strategies: 1) open advertising; 2) formal letters to Center contacts, 
such as board members, research institutes and universities, 
requesting assistance in identifying suitable candidates; and 3) 
dissemination of the position announcement to professional colleagues 
of the search committee and other staff members.  
Important points for diversity-positive recruitment emerged from a 
closer examination of each of these strategies. For example, the 
Centers’ advertising strategies were reaching a much higher 
proportion of men than women. In addition, advertisements were 
placed in publications with distribution skewed towards developed 
countries, especially the USA and Europe, rather than developing 
countries. Though Centers spent significant money for advertising in 
key publications, most did not monitor their applications in response 
to those advertisements. They had no idea which publications yielded 
the greatest number of suitably qualified applicants or the greatest 
number of women or developing country applicants. Nor did they 
know the readership distribution of the publications used to advertise 
vacancies, in terms of either region or gender. This made it difficult to 
decide what additional efforts were needed to get vacancy information 
out to more women or to countries not reached through these 
publications.  
The second strategy used by most Centers was to send out position 
announcements to individuals and institutions on their list of Center 
contacts, asking them to act as resource persons and inform any 
known potential applicants of the vacancy. But the Center contact 
lists were largely male, thus increasing the likelihood that the position 
announcement would be sent to men only, because men are less likely 
than women to have women in their professional networks. In 
addition, in spite of the fact that a good proportion of professional 
mid-career women and developing country nationals are attached to 
universities, Center lists contained few university contacts. This 
further reduced the number of women and developing country 
nationals who might have been informed of Center vacancies.  
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The recruitment strategies of advertising and soliciting names through 
Center and staff contacts continue today, but have been expanded 
upon somewhat. Many Centers now post their vacancies  
in a broader range of journals, and nearly all Centers send their 
vacancy announcements to the CGIAR Gender and Diversity 
Program for distribution through 
its global database of women 
scientists and professionals. But 
much more could be done to 
ensure that women’s networks and 
developing country scientists are 
reached. There are promising new 
avenues. 
Tip  
For an overview of staffing 
diversity in the CGIAR, see 
G&D working paper no. 31, 
Selected Trend Data on Gender 
and Diversity in the Future 
Harvest Centres 1995-2001. 
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II. Global Sourcing Strategies 
 
The search for qualified job candidates is especially challenging for 
Future Harvest Centers because of their highly specialized needs for 
expertise and the global distribution of their work.  
 ‘Sourcing’ is a HR term that covers the researching, searching, 
recruiting and selecting of qualified employees to fill staffing needs. 
Global sourcing, or seeking  pools of qualified professionals 
throughout the world in order to build the best slate of candidates 
possible, requires both traditional and non-traditional sourcing 
channels. From the beginning, it is important for recruiters to be pro-
active and court their sources. With careful analysis and planning, all 
FH Centers can develop and implement a successful, customized, 
diversity-positive recruitment strategy.  
The technological advancements that have changed the way people 
throughout the world receive and exchange information also offer 
new ways to reach pools of qualified women and men worldwide. The 
Internet has evolved as a meeting ground for employers and potential 
employees, with the possibility of reaching more people in more 
places at relatively low cost. Traditional methods, such as classified 
advertisements, now net fewer returns. The Internet, on the other 
hand, brims with opportunity and potential.  
But the Internet also has created new challenges. It has created a vast 
pool of ‘low-profile job seekers’ who are unwilling to post their 
resumes openly. They are invisible explorers, checking the job 
postings of employers they may be interested in. Many highly 
qualified scientists and professionals fall into this category. Most 
already enjoy good positions and will apply only if they see an 
opportunity that looks better than the one they already have. Many 
are scanning the Websites of organizations they may be particularly 
interested in, looking for opportunities that could take their careers to 
new heights. Yet, even if their first concern is career advancement, 
they won’t seize the opportunity unless the quality of life looks good 
too.  
As job seekers become less visible, and the demand for scientific and 
technical talent increases, the Centers must become more visible, 
more active and creative, and more willing to utilize both traditional 
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and non-traditional sources. No one source can reach the global 
talent pool, no one method can produce the applicant flow needed.  
The following section of this paper provides tips and strategies for 
global sourcing. 
 
Box 3: Global Sourcing Strategies 
 
Global sourcing strategies include the following  
1. Increasing overall Center visibility  
2. Writing diversity-positive position announcements 
3. Utilizing the Internet for widespread posting of position 
announcements, with appropriate targeting of:    
  science sites 
  development, agriculture and ecology sites 
  professional association sites  
  women’s association and network sites   
  university and research institute sites 
  general job sites 
  targeted candidate sites 
  country specific sites 
4. Utilizing Internet research tools for finding the hard-to-find 
5. Advertising via print media and radio 
6. Hiring recruiting firms (for more senior positions) 
7. Tapping employee referrals. 
 
GLOBAL SOURCING STRATEGY NO. 1:  
INCREASE VISIBILITY AS A DIVERSITY-FRIENDLY CENTER 
Recruitment strategies today must be highly visible, accessible and 
interesting to job applicants. An essential first step is increasing the 
visibility of FH Centers, thus creating a natural pool of women and 
men worldwide watching for their job openings.  
It is just as important to build a reputation as being a diversity-
friendly organization. The image that each FH Center conveys to the 
world will affect its recruitment results. Many women and other 
minorities report that they find the trailblazer role exhausting. They 
are looking for signs of inclusion and acceptance in the organizational 
culture. If a Center is seen as an organization that offers real 
opportunities to diverse employees, where all employees are treated 
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with respect and where senior management is composed of a mix of 
people, chances are diverse applicants will seek it out.  
The following lists just some of the potential avenues for increased 
visibility. 
Websites: Centers need to maintain attractive and informative 
Websites where job opportunities are clearly visible. It is also 
recommended that each Center’s site be linked to other CGIAR sites 
thus providing more information about the Future Harvest Centers 
and their work.  
Universities and research institutes: Many qualified scientists are 
affiliated with universities and other research organizations 
throughout the world. Centers must ensure that they are visible to 
those institutes, especially in those known to be producing graduates 
in the relevant disciplines, including at least three from every region of 
the world.  
Associations: Scientific and professional associations provide good 
avenues for reaching low-profile candidates in specific fields. Centers 
must ensure not only active membership but high visibility in those 
associations within the Centers’ related disciplines, including at least 
two from each region of the world.  
Media: Just as in commercial advertising for a product, FH Centers 
need to be visible to scientists everywhere, especially low-profile job 
seekers. Both Web-based and print-based media should visually reflect 
that diversity is sought and include strong messages about compelling 
work.  
GLOBAL SOURCING STRATEGY NO. 2:  
WRITE DIVERSITY-POSITIVE POSITION ANNOUNCEMENTS 
The recruiter is increasingly expected to play the role of global 
marketer, with a marketing message that clearly communicates the 
advantages of working for a Future Harvest Center –  not just 
background and financial information, but information showing an 
awareness that applicants are looking for both a compelling career 
and a good quality of life.  
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Position announcements are highly visible marketing tools. It is 
recommended that they be written to serve two functions: to attract a 
diversified pool of applicants and to project a competitive image of the 
organization. They must clearly portray the CGIAR as one of the 
world’s leading science organizations, known for the quality and 
impact of its work. They must also convey the organization’s people 
development and management practices, including diversity, as 
among the best in the world.  
See Annex 1: Guidelines for Diversity-Positive Position 
Announcements 
GLOBAL SOURCING STRATEGY NO. 3:  
FULLY UTILIZE THE INTERNET 
To be a successful recruiter in the electronic age, it is necessary to 
know how to make creative use of the resources readily available on 
the Internet.  
The reach of the Internet is massive. Most estimates indicate there are 
more than 100 million people in 190 countries using the Internet. 
Keeping in mind that the Future Harvest Center candidate pool is 
generally Internet/email savvy, the Internet opens channels into 
talent pools never before available. At the same time, using the 
Internet is faster and cheaper than most traditional recruitment 
methods. Positions posted on Internet sites can remain for periods of 
30 to 60 days, or more, and are accessible 24-hours a day. Candidates 
anywhere in the world can view detailed information about the job 
and the Center, and they can respond electronically. 
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Box 4: Tips for Internet Recruiting 
 
Recommended Web article for good advice and links: ‘How 
employers can recruit candidates on the Internet’. See:  
http://careers.buildfind.com/career/AECj/AECJOBBANKARTIC
LERECRUITINGNET.htm 
 
Consider having specialized training for Internet recruiting. See, for 
example, “Monster Seminars: Learn how to use the Internet to 
transform the way you recruit. Improve your online hiring skills; work 
more effectively as a recruiter.” Go to: http://www.monster.com 
 
Recommended Websites for CGIAR Recruitments. The 
compilation of sites found in Annex 2 provides FH Centers the 
opportunity to reach more women and developing country nationals 
specifically, and scientists and management professionals generally. 
The sites are organized by type. It is recommended that FH Centers 
carefully review these resources, selecting those most relevant for each 
position announcement, but also aiming for a balance of developed 
and developing 
countries, and of 
predominantly 
female and 
predominantly male 
pools. 
 TIP  
Try at least five new Internet sources over 
the next 12 months for each of your new 
recruitments, and set up a table for 
monitoring the results by nationality and 
gender. Be sure to include baseline 
information from the same number of 
previous recruitments.  Many organizations 
overlook new sources, continuing with the 
traditional ones. The result: recycling of the 
same applicants. 
See Annex 2 for 
Recommended 
Recruitment 
Websites 
GLOBAL SOURCING STRATEGY NO. 4: USE INTERNET 
RESEARCH TOOLS FOR FINDING THE HARD-TO-FIND 
Some positions are harder to fill than others and many online job 
banks lack adequate focus to be of great value to the Future Harvest 
Centers. Offered here are tools, such as ‘flipping’, ‘x-raying’ and 
‘peeling’, for using the Internet to search for the names and contact 
information of low-profile candidates with highly specialized skills. 
These Internet tools for digging deeper and more precisely are most 
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appropriate when advertising and networking fail to bring in an 
adequate pool of candidates.  
These tools are not designed for finding job seekers per se; rather they 
are designed to help you find potential job candidates who have the 
specific skills you seek. Identifying names and contact information is 
only the first step. Once identified, you must provide the position 
announcement and entice their application.  
See Annex 3: Internet Research Tools 
GLOBAL SOURCING STRATEGY NO. 5: ADVERTISE IN PRINT 
MEDIA  
Placing FH position announcements in newspapers and periodicals 
remains an important way to reach candidates and can easily work in 
combination with Internet recruitment. Many newspapers also place 
their print ads on their Internet sites. In addition, the text of the print 
ad can direct candidates to your Center’s Website for more 
information about the job and the Center.  
Prices vary, but tend to be high. It is recommended that you request 
information about the regional and gender readership of each journal. 
It is also recommended that you monitor the effectiveness of various 
media, requesting applicants to indicate how they learned about your 
position vacancy.  
See Annex 4: Print Media Most Commonly Used for FH 
Recruitments 
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GLOBAL SOURCING STRATEGY NO. 6: HIRE A RECRUITING 
FIRM 
It is recommended that Centers consider using recruiting firms when 
filling positions in senior management or positions that are especially 
strategic for the organization. Although no single headhunting firm 
focuses solely on agricultural research or the sciences, some specialize 
in non-profit and international organizations. Costs and terms vary 
considerably.  
It is essential that FH Centers brief the recruiting firms about the 
Centers’ diversity policies and goals, and that contracts specify gender 
and diversity issues, such as requirements for sourcing a highly 
qualified/diversified candidate pool, including women and developing 
country nationals, and that they report on applicants, shortlists and 
selection processes by gender and nationality.  
There are two categories of recruiting firms: contingency and 
retainer. Contingency firms typically shop (present) their candidates to 
a number of organizations, charging a fee when the candidate starts 
the job. Retainer firms charge a fixed fee, usually paid up-front. 
Retainer firms typically are used for senior management level and 
technical jobs which need specific or targeted recruitment to identify 
candidates. Both types of firms typically charge 20 to 30 percent of 
the first year's salary, although some non-profit specialty firms are 
structured to work at a flat fee of 10 to 15 percent. It is possible to 
negotiate these fees, remembering that volume and long-term 
relationships should mean better pricing arrangements.  
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Box 5. Example Recruiting Firms 
 
DRG has a staff of executive search consultants for the nonprofit 
sector. http://www.drgnyc.com/ 
 
Global Recruitment Specialists (GRS) utilizes screening, interviewing 
and selection processes that meet the operational requirements and 
protocols of client organizations. GRS develops and implements a 
customized sourcing program and strategy for each client. 
http://www.globalrecuitment.net  
 
Goodwin & Company recruits for non-profit, corporate, and 
government clients. http://www.goodwinco.com/tocn.htm 
 
Rosenthal Associates International (RAI) specializes in female and 
minority placement. RAI also offers scientific recruitment and 
traditional executive search services. http://www.raisearch.com/ 
 
 TIP 
For senior management recruitments, 
review the recommendations in G&D 
working paper no. 30, “Executive 
Selection in the CGIAR: Implications for 
Gender and Diversity”. 
See Annex 5: G&D-
GRS Headhunting 
Service for the Future 
Harvest Centers  
 
GLOBAL SOURCING RECOMMENDATION NO. 7: INCLUDE 
STAFF REFERRALS 
An organization’s public image or reputation strongly affects 
recruitment. Advertisements, brochures and annual reports certainly 
help form public perception, but information passed informally can 
have even greater impact. This reputation factor can stimulate a 
natural source of job candidates if an organization is perceived as one 
that offers real opportunities to diverse employees.  
Networking is a most powerful sourcing strategy. A successful 
approach includes using staff members outside of the usual ‘contact 
list’, including both women and men from different nations. 
Continuing with the Center contact list is recommended, but it is also 
important to broaden the reference pool to ensure greater diversity. 
New staff members for example, may have a host of good contacts 
unknown to the Center. With a bit of coaching and a brief 
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introduction to the Centers’ diversity policies and recruitment goals, 
staff members can become important allies for global sourcing.  
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III.  Conducting a Diversity-Positive 
Selection Process 
Once global sourcing has been completed and most likely brought in 
several good candidates including women and developing country 
nationals, then comes the tough job of selection.  
Selection is a particularly sensitive topic in terms of gender and 
diversity issues. During this process, assumptions, stereotypes and 
prejudices may inadvertently (and subconsciously) play a role if not 
safeguarded against. Ensuring a level playing field requires extra 
attention and awareness.  
CREATING A SHORTLIST   
It is easy to overlook qualified women and developing country 
candidates when shortlisting. Compared to their colleagues, they are 
less likely to be plugged into the CGIAR network and to be known 
personally to search committee members. Women and developing 
country nationals also may have had less opportunity to attend 
conferences, and because they lack visibility, may have their names on 
fewer international publications. This does not mean that they are less 
suited for the job than male candidates or candidates from the 
developed world. Their potential strengths may be overlooked if their 
suitability is not carefully investigated.  
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Box 6: Selection Committee Tips 
 
Diversity on the selection committee really does make a 
difference. Ensure that the selection committee includes both 
women and men of various national origins. Even more 
importantly, ensure that the committee includes people with a 
record of promoting the advancement of women and developing 
country professionals in their own teams or programs.  
Brief selection committee members on the diversity policy of the 
Center and its importance to the future of the Center. Ensure that 
it is understood where senior management stands on this issue. 
Make sure that the difference between ‘tokenism’ and ‘diversity-
positive’ is well understood. Tokenism means short lists are 
stacked with unqualified applicants merely to diversify that list. 
Tokenism is always to be avoided.  
 
 
See Annex 6: Guidelines for Diversity-Positive Short Listing 
INTERVIEWING 
An interview provides the opportunity to test for characteristics that 
cannot be gleaned from a CV. They provide interviewers with a 
chance to assess non-quantifiable aspects of a candidate’s personality 
and experience, such as the ability to get along with others, to manage 
effectively, to make difficult decisions, to work in an multicultural 
context or to motivate others. In addition, an interview can confirm 
or negate points made in a personal reference (references cannot 
always be taken at face value). 
Decisions taken on the basis of interviews are subjective. There is 
nothing wrong with this – indeed it cannot be avoided – but it must 
be recognized. If interviews are well planned, the panels are more 
likely to make considered judgments after hearing all the evidence. 
However, this does not rule out the possibility of panel members 
talking ‘for’ or ‘against’ candidates because of personal attributes that 
have little to do with their ability to do the job. Good planning can 
reduce personal bias, but will rarely eliminate it.  
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Interviews are one of the channels through which organizational 
culture is discussed, negotiated and, sometimes, changed. Every time 
a staff appointment is made, the organization is saying, in so many 
words: “this is who we are; this is the direction we want to go.”  
See Annex 7: Guidelines for Diversity-Positive Interviews 
MAKING A DIVERSITY-POSITIVE DECISION 
Making hiring decisions requires the conscious surrender of three 
commonly held assumptions about diversity-positive recruitment. 
First, there is the assumption that merit must be sacrificed to gain 
diversity. The issue of ‘positive discrimination’ is often raised in 
conversations about gender and diversity issues in recruitment.  Some 
believe that seeking diversity means giving preferential treatment – 
not recruiting on merit or for job suitability, but because certain 
candidates represent diversity. But that is not the case at all. It 
actually means paying closer attention to the full range of 
competencies required for the job and the importance of diversity to 
the organization’s effectiveness.  
Making a final selection is never ‘merit vs diversity’. For one thing, all 
candidates on the shortlist must be fully qualified; they all have merit.  
Second, there is the assumption that any selection processes should be 
gender- and culture-blind. Organizational research repeatedly shows 
that there is no such thing as a gender-neutral selection process. It 
also shows that we are highly biased toward hiring those most like 
ourselves. 
The better alternative is to be gender- and culture-aware, working 
consciously to avoid assumptions, stereotypes or generalizations. It 
also means being aware that, at first, ‘difference’ may feel 
uncomfortable.  
Third, there is the assumption that final selection is made from a pool 
of equally qualified candidates. But, there is no such thing as ‘equally 
qualified’ – each candidate brings something different. A better term 
is ‘fully qualified’. Once a pool of fully qualified candidates emerges, 
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the special attributes that each candidate has to offer can be mapped 
against the original list of competencies and attitudes sought.  
It is also critical to consider what each candidate could bring to the 
Center’s future. Mapping each candidate’s ‘fit’ with the FH Center 
does not necessarily refer to the current norms or dominant 
management styles, but to an understanding of how each candidate 
fits with the organization’s vision and values for the future, including 
its goals and objectives for work culture, organizational impact and 
international reputation. Who would best represent the Center to the 
world? Who would best reach out to the beneficiaries and partners? 
Who would bring in change, creativity and innovation (versus who 
would bring in more of what the Center already knows)?  
Finally, when it is clear that you have two or three excellent 
candidates, choose the one who would bring the most diversity to the 
Center. Decide in the direction of diversity whenever it’s a close call, 
because that diversity is needed by the Center and brings extra 
benefits to the organization as a whole.  
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Annex 1. Guidelines for Diversity-Positive 
Position Announcements 
 
These guidelines offer suggestions for making position announcements 
more attractive to women and developing country applicants, though 
the points will probably appeal to women and men alike, regardless of 
origin.  
DO make the Center sound lively and the sort of place where 
you would want to work.  
Some Center advertisements are rather dull. A few simple changes 
would make them far more appealing. Centers should use active 
words in the mission statements and job descriptions. Expressions 
such as ‘challenge’, ‘innovative’, ‘stimulating’, ‘dynamic’, 
‘contribution’ and ‘commitment’ convey a sense of excitement and 
service. 
Using active voice and addressing readers directly sounds more user 
friendly – ‘Your qualifications will include …’, ‘you will lead…’, etc. 
Centers are strongly encouraged to try new phrases to make their jobs 
sound as interesting and challenging as they truly are.  
Include a one-paragraph description of the Center and its culture. 
Emphasize current and major goals. As much as possible, use 
quantifiable information (staff size, budget size, program numbers, 
etc.). You may be competing with many similar job openings from 
other organizations, so jazz it up. This first part is a marketing tool. 
DO NOT overstate the number of years experience needed 
for the post.  
State the minimum number of years experience considered necessary 
to do the job. Someone with 10 years experience is not necessarily 
twice as competent as the person with five years experience; some 
people just repeat the same year 10 times. 
Advertisements that state the need for 10 years’ experience when five 
years would be acceptable automatically disqualify potential 
applicants. Because women and developing country nationals may be 
more recent entrants to Center professions, they are put at a 
particular disadvantage by this practice.  
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On the other hand, it is important to be clear about the degree 
requirements for the position as well as the responsibilities of the 
position, preferably with bullet points listing specific skills, tasks and 
duties expected.  
DO emphasize the competencies required for the position, 
both scientific or managerial as well as interpersonal, such as 
team building, cultural competence and mentoring. 
A development orientation and interdisciplinary work are particularly 
attractive to women. Centers should therefore consider using words 
such as ‘development’, ‘applied’ and ‘interdisciplinary’ in 
advertisements for posts where these words accurately describe the 
nature of the job or Center philosophy and practice. Be sure that the 
competencies established for a given position are really needed to do 
the job and are not just based on historical assumptions. 
DO actively encourage women and developing country 
nationals to apply in a thoughtfully worded statement.  
Because most organizations say they are ‘equal opportunity 
employers’, the phrase has ceased to mean much. When the ‘equal 
opportunity’ statement is thoughtfully worded it will effectively signal 
a Center’s intention to operate a fair and open recruitment process. 
Avoid the term ‘affirmative action employer’ as this may not reflect 
Center policies accurately and, in any case, the meaning of this phrase 
is not clear outside the USA.  
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Examples of equal opportunity statements for position announcements 
 
[Center] is committed to attracting more professional women and 
developing country nationals. In the case of two equally qualified 
candidates, preference will be given to the candidate that increases 
our diversity.  
 
[Center] is an international and equal opportunity organization and 
believes that diversity of its staff contributes to excellence. [Center] 
therefore encourages applications from female and developing 
country professionals.  
 
[Center] provides a gender and diversity-friendly work environment 
and particularly encourages women and developing country 
professionals to apply.  
 
DO mention facilities and services in the local area. 
For both partnered and single job applicants, life outside of the 
workplace can be a deciding factor. It is important to include a brief, 
positive description of the Center’s location and mention key factors 
in the local environment such as childcare facilities, quality 
international schools, a safe environment (or excellent security 
arrangements), sports and cultural facilities, and so on. All too often, 
potential candidates hesitate to apply because they make mistaken 
assumptions about the quality of life in places such as Bogor, Nairobi, 
Addis Ababa or Cali. 
DO mention opportunities for spousal employment (where 
these exist) and encourage candidates to fax for more 
information.  
One of the major factors discouraging applications from women and 
men with professional partners is the presumed lack of opportunities 
for spousal employment. If there are such opportunities, or if the 
Center provides a spouse services center, this needs to be clear in the 
advertisement.  
Ideally, Centers should have a fact sheet on spouse/partner 
employment prospects to send to interested applicants. This would 
include legal, tax and visa provisions for partners who want to work. 
Details about what the Center is (and is not) prepared to do, to 
facilitate partner employment inside and outside the Center, should 
also be given.  
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Flagging the issue of spouse employment in the vacancy announcements 
 
We are responsive to the needs of dual-career couples. Candidates 
with partners keen to find work in the country of posting should email 
immediately for details. Email …. 
 
DO make it clear if job sharing or joint appointments are a 
possibility.  
If job sharing or a joint appointment is considered feasible, this should 
be stated as a possible option in the advertisement. Many Centers 
now have job-share arrangements; advertising this kind of flexibility 
may appeal to many high quality candidates.  
Flagging the possibility of job sharing in the vacancy announcement 
 
Candidates wishing to job-share are invited to apply. Please send both 
CVs and a supporting statement indicating how you envisage the 
work being divided. 
 
DO indicate the kinds of family-friendly benefits that come 
with the job. 
While it is not necessary to be specific about the salary in an 
advertisement, it is important to indicate the range of family-friendly 
benefits available. If your Center offers annual home leave, spouse 
points for travel, school subsidies, childcare facilities, housing and 
transportation, in addition to full medical and life insurance, etc., 
make these clear in the announcement (without going into detail). 
Advertising these benefits will attract top-notch women and men with 
family concerns and also convey an important aspect of the 
organization’s culture to all potential applicants.  
Be clear about how potential candidates can respond and how 
they can find more information about your Center.  
Always include an email address, the method of choice for most 
respondents. A fax number and/or a mailing address should be 
included for candidates without Internet access. Always include your 
URL and encourage applicants to visit your Website (as well as the 
CGIAR and Future Harvest sites) for more information. 
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Annex 2.  Websites Recommended for 
CGIAR Recruitments 
 
Web sources change daily. You must treat this list as your own, 
adding your proven resources while deleting those irrelevant to your 
Center or those that are no longer functioning.  
The sites are organized by type and include: 
 Science sites 
 Development, agriculture and ecology sites 
 Professional association sites  
 Women’s associations and networks sites 
 University and research institute sites 
 General job sites 
 Targeted candidate sites 
 Country specific sites 
 
A truly global sourcing strategy includes a good selection from several 
of the above, as appropriate for each position, but always includes a 
selection of women’s sites and universities and associations from 
developing countries.  
RECRUITING THROUGH SCIENCE SITES 
  
http://www.nature.com/naturejobs//index.html 
Nature site lists an array of career prospects and employer profiles.  
 
http://www.newscientistjobs.com/ 
New Scientist job site has excellent organization by discipline and 
region.  
 
http://www.jobvillage.com 
Job Village includes listings in science, agriculture, management, etc.  
 
http://www.science-jobs.org/ 
Science jobs includes listings in biotech, biology and life sciences.  
 
http://www.arborescience.com/ 
Careers in Science taps into the pool of French scientists. 
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http://recruit.sciencemag.org/ 
Recruit Science currently has resume postings from 8,259 scientists.  
 
http://www.ajob4scientists.com/ 
A Job 4 Scientists has more than 140,000 scientists in their database and 
offers services for searching specific niches.  
 
http://www.scijobs.org/index.shtml 
Scientist’s Employment Network provides job listings from university, 
nonprofit and industrial employers.   
RECRUITING THROUGH DEVELOPMENT, AGRICULTURE AND 
ECOLOGY SITES 
www.oneworld.org/jobs 
Mainly covers development but would take CGIAR vacancy 
announcements. Members advertise free, non-members £75 per 
entry. Good relevant site with many links. Email Helena at 
jobs@oneworld.net  
 
Tap into Career Fairs Too:  
Science Magazine’s Career Fair: 
http://recruit.sciencemag.org/feature/fair/career-fair.shtml 
Career Mosaic: The "Online Job Fairs" section of this site provides a 
list of individual employer sites that contain current employment 
openings. http://www.careermosaic.com 
 
www.earthworks-jobs.com 
A very useful site with broad listings of science jobs with many 
interesting links. Low fees (e.g. US$95) for advertisers. It is possible to 
post a link to your own own URL.  
Email to ads@earthworks-jobs.com  
or Dr Richard Holt md@earthworks-jobs.com 
  
www.earthwatch.org  
Earthwatch is a prime ecology site for listing jobs and internships 
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http://www.eldis.org/  
This site does not list jobs but offers good information about other 
sites with relevant job listings. Consider listing your Center’s URL on 
this one. Email eldis@ids.ac.uk  
 
http://netra.avrdc.org.tw  
The site of the Asian Vegetable Research and Development Center. 
Email avrdcbox@netra.avrdc.org.tw  
 
www.agribiz.com 
A good general agricultural site and search facility with a Canadian 
bias. Mainly an information resource and not primarily designed for 
recruitment purposes, although potentially useful. Email 
frank@agribiz.com  
 
www.agbiotechnet.com/jobs or www.agbiotech.org 
A free service for people in international agricultural biotechnology 
with a facility for posting job announcements. Email 
infor@agbiotech.org  
 
www.ifgb.uni-hannover.de/extern/pgigb/jobs  
Worldwide jobs page for plant pathologists and scientists from related 
disciplines. Submit jobs on the site or via email to T Kraska at 
kraska@mbox.ipp.uni-hannover.de  
 
http://www.sdgateway.net/  
Site of the Sustainable Development Job Bank. Post directly to the 
Website or email Victoria Cole at the Spinning the Web Network on 
sdjobs@iisd.ca  
 
http://wheat.pw.usda.gov/ggpages  
If you need specialists in grain genes, this is one good place to post 
your announcement. Email curator@wheat.pw.usda.gov 
 
www.careers.eharvest.com  
Leading agricultural web site including a recruitment and vacancy 
email facility, although mainly targeted for North America. Free to 
job seekers. Current email contact bcortus@eharvest.com. Job listing 
fee to employers US$99. Information from info@eharvest.com.  
 
www.multimania.com/educafrique  
This site has a good many links to universities, development agencies, 
and governmental and non-governmental organizations.  
29 
 
RECRUITING THROUGH PROFESSIONAL ASSOCIATIONS  
Posting job openings with discipline-specific associations offers direct 
access to a target group. These associations provide inexpensive, 
specific access and many offer free postings as a benefit to their 
members or a low fee to post and review résumés.  
 
http://www.astc.org/about/index.htm 
Association of Science-Technology Centers Incorporated (ASTC)  
 
http://www.ird.fr/ 
Institut de Recherche et Développement, France  
 
http://www.cseindia.org/ 
Centre of Science Education, India  
 
www.ecy.edu/econ/aere 
Association of Environmental and Resource Economists with job 
listings mainly for US universities. Email WhiteheadJ@mail.ecu.edu  
 
www.cirad.fr 
The French site of the Centre de Co-operation Internationale en 
Recherche Agronomique pour Developpement  
 
www.aslo.org/jobs 
Free listings for positions on this site of the American Society of 
Limnology and Oceanology. Email secretary@aslo.org  
 
www.asa-cssa-sssa.org/personnel  
A prime site run by the American Society of Agronomy gives details 
of posted vacancy announcements in the Crop Science-Soil Science-
Agronomy Newsletter and on the Website. Fees up to US$900 for a 
full vacancy announcement. Email to news@agronomy.org or to 
mviney@agonomy.org 
 
30 
 
 Surveys indicate Internet recruiting produces results. 
    * The 1997 Austin Knight Internet Recruitment Survey at 
www.ak.com/survey.html found that 75 percent of the companies 
that advertised on the Net filled at least one position a year, and many 
averaged one per month. The survey also found "not only are 
companies hiring more people from the Web, but they also receive an 
average of seven more responses per posting, and rate the quality of 
these responses considerably higher." 
 
    * Amy Naples of Bluestone Consulting wrote in "Outside the Box" 
that: "Market research has shown that 80 percent of applicants from 
colleges and universities now use the Net as a job resource."  
 
www.aaea.org/employment 
Low cost job postings, based on inches in the newsletter on this 
American Agricultural Economics Association site. Email to 
employment@aaea.org or Adam Jerdee adam@aaea.org  
 
http://iufro.boku.ac.at  
Site of the International Union of Forestry Research Organizations. 
Has a network of forest scientists with a job notice board.  
 
www.ersac.umn/iufro/secre/noticeboard  
International Union of Forestry Research Organizations network site 
including a job notice board. Also http://gis.umn.edu.iufro  
 
 http://www.agricta.org/  
Technical Centre for Agricultural and Rural Cooperation. Email 
burguet@cta.nl  
 
http://www.iaae-agecon.org 
International Association of Agricultural Economists with link to 
IAAE newsletter for job postings.  
http://conbio.rice.edu/scb/jobs  
Society for Conservation Biology site with job posting service and 
useful links including http://environmental-jobs.com  
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RECRUITING THROUGH WOMEN’S ASSOCIATIONS AND 
NETWORKS 
For diversity-positive recruitment, special efforts are needed to reach 
qualified women. It is important to tap into women’s own networks 
and professional associations. There are many Internet sites devoted 
to women. The sites listed below lead to many more.  
CGIAR Gender and Diversity Program’s database of women 
scientists and professionals. Currently this database includes some 
2,500 skilled women, of whom 56 percent are from developing 
countries. Every contact is coded according to a list of 40 discipline 
codes. As the number of women scientists and professionals around 
the world grows, this contact list will become ever more significant. 
For distribution of your vacancy announcements, email: 
p.bomett@cgiar.org  
 
African Women Leaders in Agriculture and the Environment  
Email winrock@africaonline.co.ke  
 
www.un.org/depts/eca/divis/acw/index  
Site of the African Centre for Women includes opportunities for job 
postings.  
 
www.africaonline.co.ke/AfricaOnline/coverwomen.html  
Africa Online’s links to a variety of sites for women. Also 
www.sul.stanford.edu/dept/ssrg/africa/women.html 
 
www.awis.org  
Association for Women in Science and Technology dedicated to 
achieving equity and full participation for women in science, 
mathematics, engineering and technology. Email contact 
awis@awis.org to list a vacancy announcement in the AWIS 
magazine. 
 
www.twows.org  
Third World Organization for Women in Science. (TWOWS) is an 
independent, non-profit and non-governmental organization based at 
the offices of the Third World Academy of Sciences (TWAS) in 
Trieste, Italy. Email twows@ictp.trieste.it to circulate vacancies to the 
membership. 
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www.sawnet.org 
South Asian Women’s Organization. Offers mailing lists, discussion 
groups and links with other Asian women's organizations. Email 
sawweb@umiacs.umd.edu or sawnet-request@ac.cocodia.ca to access 
the mailing list. 
 
 http://www2.womensnet.org.za/jobs/   
Southern Africa’s non-profit Internet service provider, offering a 
special section called Women’s Net Jobs and Study Opportunities. 
You can post your vacancies at no charge. 
 
www.awid.org  
Association of Women in Development (AWID) is well known for its 
work on gender equality and sustainable development. Email contact 
awid@awid.org to circulate an announcement to the membership 
network. It may be necessary to register as a member to gain free 
access. 
 
www.abantu.org  
Nigeria and East African Web page. Email People@abantu.org to 
post your ad. Full page costs £250. 
 
www.un.org/womenwatch/daw  
Site of the United Nations Division for the Advancement of Women 
with links to governmental and non-governmental organizations. 
Email Cherie Gumapac on daw@un.org to pass vacancy 
announcements to members.  
 
http://www.iastate.edu/~iwise/ 
International Women in Science and Engineering (IWISE) works to 
enhance the status of women scientists and engineers from developing 
countries and emerging democracies and assist their efforts to 
improve conditions in their communities and countries. Email 
iwise@iastate.edu for information about sending vacancy 
announcements to their membership. 
 
http://www.southern.com/natasha/women/gateway/national.htm  
Euroscience is a European Association for the promotion of science 
and  
technology. Its site provides links to women's associations and 
resources for women in science and technology worldwide. 
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http://www.ets.uidaho.edu/winr/  
Women in Natural Resources, a quarterly publication for women 
professionals who work in natural resources including forestry, 
fisheries, range, environment, wildlife and soils. A job flyer is sent to 
its members every three weeks. For information on costs, dates and 
how to submit an ad, send an email to winr@uidaho.edu.   
 
www.ivillage.com 
iVillage, the Women's network, is a well designed job search site with 
listings and international links for job seekers and employers. The 
search provides specific selection criteria including science. Job listings 
costs US$150 for two months. Email feedback@mail.ivillage.com  
 
http://www.quintcareers.com/womens_networking_organizations.html  
Quintessential Careers contains a list of women’s networking and 
professional associations. This is a good place to start a review of the 
variety of women’s networks, to determine the best way to post a 
vacancy announcements. 
RECRUITING THROUGH UNIVERSITIES AND INSTITUTES 
Many qualified women and developing country scientists are affiliated 
with universities and other research institutes. Centers must ensure 
that they are highly visible to these organizations, especially those 
known to be producing graduates in the relevant disciplines.  
It is recommend that each Center define a target list of schools 
(worldwide) and assign a staff professional or a member of the HR 
staff to establish relationships with each institution by working with 
alumni and promoting opportunities via the Web. This means going 
beyond traditional career days and establish long-term 
communications. It is also essential for diversity-positive recruitment 
that universities in developing countries be included. This following 
list is just a beginning. It has been built as an introduction. Centers 
are encouraged to add their own resources and to share them with 
other Centers.  
www.africaonline.com/africaonline/education/universities 
Africa Online’s listing of universities and colleges, with many useful 
links. Some have email job posting facilities. 
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www.apnjobs.com  
Academic positions network with university listings around the world. 
Email info@apnjobs.com  
 
TIP: 
Establish relationships with career service departments at 
universities. These are set up specifically to help their graduates and 
alumni find jobs. Career service departments want to work with well 
respected employers such as the FH Centers. 
 
Encourage Center staff members to participate in Ph.D. seminars at 
their alma maters, to tell new Ph.D. candidates about the 
opportunities and advantages of working in the FH Centers.  
 
Establish ‘sibling’ relationships with universities and colleges in 
several countries that offer the training and diversity your Center 
seeks. 
 
Online career services offered by many universities offer some of the 
following:  
 online, comprehensive, job search handbooks;  
 a moderated online forum and/or automatic direct email 
specifically for students who register for the service;  
 ways to exchange news and information on career-related 
opportunities, including career services events, internships, and 
employment opportunities; and  
 links to other job listing services for which students can register.  
 It is possible to disseminate information about Future Harvest 
Centers through these resources. 
 
http://jobs.ac.uk  
A leading recruitment site for various academic communities, 
maintained by the University of Warwick. Prices and postings to 
adverts@jobs.ac.uk 
 
http://cuinfo.cornell.edu/Admin/JOBOPS  
Cornell University. Email employment_svcs@cornell.edu to post a 
job announcement. 
  
http://php.indiana.edu  
Job postings at the Russian and East European institute Website, 
Indiana University. Mailing lists and NGO network available. 
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www.cam.ac.uk  
Cambridge University. 
 
www.royagcol.ac.uk 
Royal Agricultural College, UK. 
 
www.ume.org 
Center for Higher Education in the Middle East. Email 
ume@ume.org  
 
Hohenheim University for Genetics  
Email hesemann@uni-hohenheim.de  
Plant breeding email melchinger@uni-hohenheim.de  
 
Wageningen University Department of Genetics  
Email Willem.deVos@algemeen.micr.wau.nl  
 
www.ksu.edu 
Kansas State University. Email rsonny@ksu.edu 
 
Oregon State University Department of Entomology 
Email entoffice@bcc.orst.edu 
 
www.cisab.indiana.edu 
Indiana University. Email webmaster@indiana.edu 
 
http://badger.state.wi.us.agencies 
State of Wisconsin University. Email wfassben@der.state.wi.us 
 
http://gnv.ifas.ufl.edu 
University of Florida. Email grad@gnv.ifas.ufl.edu 
 
www.life.uiuc.edu  
University of Illinois Department of Entomology. Email 
egreen@uiuc.edu  
 
www.ent.agri.unm.edu  
University of Minnesota Department of Entomology. Email 
entodept@tc.umn.edu  
 
www.ccm.itesm.mx  
Technologica de Monterrey Mexico. Email 
earanda@campus.mty.itesm.mx 
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Unam de Cuernavaca Mexico  
Email contacto@www.dcc.anahuac.mx 
 
Universidad Autonoma Metropolitana Mexico  
Email cdcbs@xanum.uam.mx 
 
www.uia.mx  
Universidad Iberoamerica Mexico. Email camina.nava@uia.mx 
 
www.bolivar.usb.mx  
Universidad Simon Bolivar Mexico. Email egalan@bolivar.usb.mx 
 
University of Adelaide Australia  
Email rhardie@waite.adelaide.edu.au 
 
University of Cambridge Department of Genetics  
Email info@gen.com.ac.uk 
 
Pakistan Crop Sciences Institute 
Email munir@rwcs.sdnpk.undp.org 
 
Nepal Agricultural Research Council 
Email NARC@ED.MOS.com.np 
 
Rice-Wheat Consortium for the Indo-Gangetic Plains 
Email abrol@nda.vsnl.net.in 
 
Indian Council of Agricultural Research 
Email rajgupta@del3.vsnl.net.in 
RECRUITING THROUGH GENERAL JOB SITES 
For the vacancies that require skills in management, finance, 
administration, IT or communications, general job sites are more 
helpful than the science and agriculture sites listed above. The 
following list contains some of the most useful sites and email 
addresses. 
www.monster.com and www.monster.co.uk 
Current market leaders in the Internet recruitment business, with 
emerging sites in various countries. Definitely one to consider. Link 
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button costs UK£25 per 1,000 hits and job listings are US$225 for 60 
days. Email to sales@monster.com  
 
www.topjobs.co.uk 
A well-designed international site. Twenty job listings cost US$600. 
 
www.internationaljobs.org 
International Career Employment Centre, related to International 
Career Employment Weekly and International Employment Hotline magazines. 
US$65 per job listing. 
 
www.intersearch.org 
A global network of recruitment agencies covering many parts of the 
world. Look at the site to get the contacts in your target countries and 
contact them directly. 
 
www.planetrecruit.com 
A site that is in the process of globalizing to cover many countries. No 
particular emphasis. Free job listings; you pay when you find a 
candidate. Email sales@planetrecruit.com  
 
http://www.jobtrak.com/ 
Job Track has more than 250,000 page views per day and 2,400 new 
job openings daily. It is one of the largest and most popular 
employment sites on the Internet.  
 
http://www.internationaljobs.org/contents.html 
International Jobs is a weekly newspaper with more than 500 current job 
openings in each issue. It has been published since 1991, with more 
than 20,000 readers in more than 150 countries  
 
www.iccweb.com 
Internet Career Connection includes Career magazine and links to 
directories of other career sites such as www.onlinecareerguide.com 
and www.CareerMag.com. Strong American bias although attractive 
to US nationals wanting to work abroad. 
RECRUITING THROUGH TARGETED CANDIDATE SITES 
Targeted candidate recruitment sites offer personal one-on-one 
service. They will develop a virtual profile of an organization, 
including benefits, culture and advancement opportunities. The site 
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assigns a personal project manager to assist with postings, etc. They 
differ from general job boards because they take recruiting one step 
further. Postings are emailed to a select group of skilled applicants, 
encouraging the applicant to review your profile. If interested, the 
candidate can contact your Center. Their pitch is that you reach only 
serious specialized skilled applicants since it takes a while for an 
applicant to complete the background/experience questionnaire. 
However, keep in mind that your openings are not accessible to the 
public but rather a group of registered applicants. If you are interested 
in this service, try to negotiate a trial period, but be aware that most 
services do not allow trials since they have to build your profile, at a 
cost ranging from US$250 to US$2000.  
 
Two examples of targeted candidate recruitment sites: 
 http://www.careerbuilder.com (USA biased) 
http://www.airsdirectory.com/products/training/university/targeted
workshops/candidates/ 
 
RECRUITING THROUGH COUNTRY-SPECIFIC LINKS 
 
Country specific links can be found using 
http://www.xx.orientation.com where xx is the Internet country code. 
 
The Yahoo! http://www.yahoo.com search engine also has regional 
and country listings and links and has several regionally focused 
search engines which cover parts of the developing world including 
Asia, China, Japan, Korea, Singapore, Taiwan, Brazil and Mexico. 
 
Some useful specific contacts by country are as follows. 
 
AUSTRALIA 
The Australian Centre for International Agricultural Research 
www.aciar.gov.au  
Australian Agricultural and Resource Economics Society 
http://www.general.uwa.edu.au/u/aares/welcome.html. Email 
journall.ajare@latrobe.edu.au  
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BELGIUM 
Institut Africaine - Centre d'Etude et de Documentation Africaines – 
email insitut.africain@euronet.be 
 
BOTSWANA 
www.bidpa.bw Institute for Development Policy Analysis 
 
BRAZIL 
Universities producing agricultural scientists: 
Universidade Estadual de Londrina - Campus Ciencias Agrarias – 
email deptagro@uel.br  
UNESP-BOTUCATU Faculdade Ciencias Agrarias – email 
diretor@fca.unesp.br  
Universidade Luiz de Quieroz – email  diretor@esalq.usp.br  
Universidade Federal de Vicosa – email cedaf@mail.ufv.br  
Universidade Federal do Rio Grande do Sul – email 
agro@orion.ufrgs.br  
 
BURKINA FASO 
Centre d'Information sur le Developpement – email ccf@fasonet.bf 
or cid@cenatrin.bf  
 
CAMEROUN 
Ecole Nationale Superiue Polytechnique de Yaounde – email 
essomba@hotmaol.com  
 
CANADA 
International Development Research Institute www.idrc.ca  
Canadian Agricultural Economics Society www.caes-scae.org – email 
can be reached through the site. 
 
COTE D'IVOIRE 
Institut African pour le Developpemtn Economique et Social – email 
inades@ci.refer.org or inades@africaonline.com 
 
EGYPT 
Alexandria Journal of Agricultural Research – email 
webmaster@agric.8m.com  
 
FRANCE 
Agence Francaise de Developpment – email tlx@afd.fr 
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BPDA www.agridon.com or www.bpda.fr – email bpda@bpda.fr 
 
Centre Francais sur la Population et le Developpement 
www.cedex.ined.fr  
 
Centre d'Etude et de Recherche sur le Developpement International – 
email cerdi@u-clermont1.fr  
Centre de Co-operation Internationale en Recherche Agronomique 
pour Developpement www.cirad.fr or www.agropolis.fr – email 
sesame@cirad.fr  
 
Group de Recherche et d'Echanges Technologiques www.gret.org – 
email gret@gret.org  
 
Institut de Formation et d'Appui aux Initiatives de Developpement 
www.ifaid.org – email fontan@ifaid.org or bauchot@ifaid.org  
 
Insitut National de la Recherche Agronomique www.inra.fr – email 
bedu@ensam.inra.fr  
 
Institut de Recherche pour le Developpement www.ird.fr – email 
stjepan@ird.fr and delmas@ird.fr  
 
Institut des Sciences et des Techniques de l'Equipment et de 
l'Environment pour le Developpement www.isted.3ct.com – email 
com@isted.3ct.com  
 
Institut d'Agro Developpement International www.ipsl.tethys-
software.fr – email e.ducoudray@ipsl.tethys-software.fr  
 
GUINEA 
Insitut de la Recherche Agronomique de Guinee – email 
irag@meaf.org.gn  
 
INDIA 
Recruitment agency www.jobselection.com  
 
INDONESIA 
Recruitment agency – email mditack@dnet.net.id  
 
KENYA 
Recommended newspapers for advertising are The Nation and The East 
African (this also covers Tanzania and Uganda) 
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KOREA 
Recruitment agency – email tacktran@bora.dacom.co.kr  
 
MEXICO 
Programme Nacional de Reforestacion – email 
pparedes@supernet.com.mx www.semarnap.gob.mx  
CONABIO – email sarukhan@xolo.gob.mx or jlarson@xolo.gob.mx  
 
NEW ZEALAND 
Association of Women in the Sciences – email Susie@ebg.pl.net  
 
NIGERIA 
Recruitment agency – email mactay@linkserve.com.ng  
 
PHILIPPINES 
Recruitment agency – email bennetm@surfshop.net.ph  
 
SENEGAL 
Counseil pour le developpement de la Recherche en Sciences Sociales 
en Afrique – email codesria@sonatel.senet.net  
 
Environment Developpement Tiers Monde www.enda.sn – email 
docs@enda.sn  
 
TURKEY 
Recommended newspapers for advertising are Hurriyet, Milliyet and 
Sabah 
 
UKRAINE 
Recruitment agency – email recruiting@ukrnet.net  
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Annex 3. Internet Research Tools 
 
There are many search engines (see box 1) that will search the Web 
for you, finding the résumés of low-profile job seekers who have 
posted their résumés on their home pages or on the sites of 
professional associations. Each search engine has its own tutorial with 
tips and examples. To maximize your search, review the tutorial in 
advance.  
Most engines will find résumés by using keywords also known as 
‘strings’. For best results, enter many combinations of key words, 
terms, acronyms, names, etc., to find as many sites as possible and 
then edit to make the choices more specific.  
Some recommended search engines on the Web: 
 
Http://www.Google.com 
Http://www.Yahoo.com 
Http://www.MetaCrawler.com 
Http://www.Atlavista.com 
Http://www.Dogpile.com 
 
Résumé search: When looking for a specific skill, such as an 
agroforester, type combinations of associated words such as 
‘agroforester’, ‘résumé’, ‘html’, etc., into the search field. The search 
engines will do the rest for you. The engines will find a lot of 
extraneous information but, chances are, a bumper crop of résumés 
will be unearthed. For instance, a search in http://www.google.com 
for ‘agroforestry resume’ nets 1270 possible sites of which more than 
500 are personal résumés. It is important to continue trying 
combinations of the key words, sometimes with ‘and’ and sometimes 
without.  
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Try Subscribing to an International Web-based Resume Management 
System:  
 
Career.com: A free service that is international in scope. 
http://www.career.com 
 
Careers in Business: International in scope, this site allows users to 
search by keyword, job categoryand region, http://www.careers-in-
business.com/ 
 
Job Source India: http://www.jobsourceindia.com/index.asp 
 
MyAngel: E-recruitment solutions provider, Asia 
http://www.myangel.net/RecruitWings/index.shtml  
 
Resume Express: http://www.resumexpress.com 
 
Resume.com/Philippines: http://www.resume.com.ph/ 
 
 
Email address: Finding personal email addresses of candidates 
currently employed by comparable organizations can lead to low-
profile candidates. Search using the name of the person you are trying 
to find. If you do not know the name, search using the name of the 
organization.  
Example: On google.com, entering: email worldbank.org nets 66,000 
sites. Adding the word forestry, i.e. email worldbank.org 
forestry, narrows the list to 2460. Adding the word Africa, 
i.e. email worldbank.org forestry africa, again narrows the 
list to 1420. This will unveil various departments and 
projects where names will emerge that may be of interest. It 
also will unveil how the World Bank assigns email addresses, 
so staff members whose names have been unveiled can then 
be addressed in individual emails.  
Flipping: Flipping is a method for finding applicants linked to a 
specific organization. Applicants will list seminars attended, 
certifications and employment history, all of which include the names 
of organizations. For these searches, typing: link:orgname.com will 
flip candidates for you to contact. By flipping a site, you can find 
resumes or conference rosters. These listings also may yield 
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biographies, email addresses and other details about potential job 
candidates.  
Example: On Yahoo.com, type in exactly as follows: Link:International 
Foundation for Science and Biography. link: 
link:orgname.com and title:resume would yield resumes of 
employees of an organization. Typing link:orgname.com 
and software engineer and title:resume would yield resumes 
of that organization’s software engineers 
X-Raying: Using this technique, recruiters can identify key employees 
by traveling to those places on a company's Web site that aren't 
directly accessible via links on the main public home page.  
Example: Typing host:orgname.com and "business development" 
would reveal pages and sites with leads on key business 
development employees in that organization.  
Peeling: Embedded inside many long Web addresses are links to staff 
directories or contact lists. Many Web addresses, or URLs, are filled 
with clues for recruiting searches, such as the words ‘résumés’ or 
‘people’ or ‘attendees’. Peeling helps recruiters find the links to these 
sites.  
Example: A hypothetical site with the address 
www.widgetcompany.com/people/joedoe/myfavoritething/ 
can be "peeled back" to www.widgetcompany.com/people/ 
Voila! A staff list!  
Harvesting: Harvesting involves reviewing a document, such as a 
résumé or home page, and finding key words, links, references and 
locations that assist with subsequent searches within the Website.  
The key word, ‘scientist’ could lead to Asian scientist, African 
scientist, forest scientist, life scientist, marine scientist, etc. Apply those 
key words to subsequent searches.  
Spiders and Robots (or ‘bots’): These are automated programs that 
explore the Web, looking for information. The most common kinds of 
spiders are the ones that collect Web addresses for the search engines 
to catalogue. They can be downloaded, some are free, and all offer 
free trials.  
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Annex 4. Print Media Most Commonly 
Used for FH Recruitments  
 
 
Science www.sciencemag.org Send vacancy announcements to: science 
classifieds@aaas.org 
 
New Scientist www.newscientistjobs.com Recruitment advertising to 
andrew.clay@rbi.co.uk 
 
Nature www.nature.com/jobs Recruitment advertising to 
classified@nature.com 
 
The Economist www.economist.com Recruitment advertising to 
classifieds@economist.com  
 
International Employment Gazette www.iccweb.com and 
www.careermag.com 
 
National newspaper listings for almost every country in the world are 
available from http://www.thepaperboy.com 
RECRUITING THROUGH THE RADIO 
 
BBC World Service and Radio France International (RFI) take job 
announcements.  
www.bbc.co.uk/worldservice and www.rfi.fr/dialoguez/offres/  
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ANNEX 5. G&D – GRS Headhunting 
Service for the Future Harvest Centers  
 
 
 
The CGIAR Gender and Diversity Program (G&D) has been exploring current center 
policies and practices for recruitment, as well as new approaches that could be uniquely 
successful for the CGIAR. Emerging recommendations for attracting outstanding, 
under-represented candidates include experimenting with the use of head-hunters.   
Highlighted here is the availability of a head-hunting service, Global Recruitment 
Services, which has been working with G&D over the past several months to: (a) review 
approaches the Future Harvest Centers are currently using to diversify their recruitment 
pool; (b) examine successful sourcing campaigns that have attracted diverse and 
appropriately skilled and experienced applicants to multinational scientific organizations; 
and (c) identify gender and diversity sourcing campaigns that could be more successful 
for the CGIAR.   
The groundwork has been completed and diversity-positive headhunting assistance is 
now available.    
About Global Recruitment Specialists 
Global Recruitment Specialists (GRS) is a firm that offers both dedicated international 
recruitment services and recruitment capacity building for its clients. GRS is an 8 year 
old, independent international recruitment firm that has assisted its clients to fill over 
600 critical positions. For example, GRS has had senior and executive level dedicated 
recruitment assignments with CIFOR, Bogor, Indonesia, ICRAF, Nairobi, Kenya, The 
Consultative Group on Biodiversity, San Francisco, CA, The Centre for Development 
and Population Activities, Washington, DC and many others.  
 
GLOBAL RECRUITMENT SPECIALISTS 
"Positioning You for Success" 
 
501 Westport Avenue, Suite 285 
Norwalk, CT 06851 U.S.A. 
E-Mail: ShiedsP@optonline.net 
Website: http://www.globalrecruitment.net 
Telefax (203) 899-0499 USA 
 
 
HOSTED BY ICRAF 
United Nations Avenue 
Gigiri,P.O.Box 30677 
Nairobi, Kenya 
TEL:254 2 524000 |524240 or 1 650 833 6645 
FAX:254 2 524001 or 1 650 833 6646 
EMAIL:v.wilde@cgiar.org 
www.cgiar.org 
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While GRS utilizes screening, interviewing and selection processes that meet the 
operational requirements and protocols of client organizations, GRS also develops and 
implements a customized sourcing program and strategy for each client. Consequently, 
GRS takes, on average, 35 days to fill a long-term international position and five days to 
fill a short-term assignment. For example, the effectiveness of the GRS approach has 
resulted in a reduction of recruiting days for Save the Children from 200 days to 35 days 
to fill a long-term position. The outcome is professional, timely and cost-effective 
recruiting and placement services for organizations particularly protective of limited 
human resources budgets. 
 
GRS Philosophy and Approach 
 GRS values diversity for organizational excellence. A mixture of genders and 
ethnic backgrounds consistently correlates with empowered employees and 
superior organizational performance that is more responsive to its stakeholders. 
 GRS incorporates a participatory philosophy involving all affected staff and 
partner organizations.   
 GRS consultants act as advisor, facilitator and trainer to the client organization 
throughout the recruitment process.  
 The philosophy of the GRS consultants and their professional approach is based 
on the importance of thoroughly understanding the organizational environment, 
culture and structures.  
 
 
Four Phases of Services and Support 
 
Phase I  
(Background and understanding: 7 to 14 days) 
Center members and GRS discusses the following via telephone or face to face  
 The job requirements 
 The organizational structure 
 The current recruitment strategy 
 The proposed interview and selection process  
 How this position is linked to the long-term goals and objectives of the Center 
 Discuss composition and responsibilities of the Search Committee  
 Discuss inhibitors and opportunities for a successful recruitment effor 
 
Phase 2  
(Adding value with deliverables: 7 to 14 days)  
 Assist in the development or refinement of the job description, recruitment process, 
interview and selection process to insure gender and national participation and 
inclusion 
 Analyze the job description in conjunction with information gathered from various 
Center members and stakeholders, offer suggestions as needed 
 Share draft of revised job description with the Search Committee  
 Search Committee Chairperson shares job description for comments and agreement 
 GRS develops a formal gender, nationally diverse, global applicant sourcing search 
campaign which is presented within the above timeline but is also aggrandized and 
refined over the life of the recruitment effort. 
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Phase 3  
(Implementation with deliverables: 30 to 180 days) 
 GRS forwards “benchmark” resumes for the Search Committee’s review and 
consideration. Feedback from the Search Committee on these resumes will 
further guide and refine the targeted recruitment effort 
 Together with the Search Committee, GRS develops a long list of applicants for 
the position 
 Together with the Search Committee, GRS develops a short list of applicants for 
the position 
 Search Committee performs preliminary interviews of short listed applicants 
(Telephone/Video) 
 GRS performs written reference checks 
 GRS arranges applicant face to face interviews 
 GRS assists the Search Committee with the negotiation and the offer of the 
position to the candidate of choice. 
 
Phase 4  
(Closure with deliverables: 5 to 10 days) 
 Complete all necessary close-out recruitment procedures 
 Evaluation 
 Submit final report of activities. 
 
Fee for Services: 
GRS uses a one time cost FLAT FEE structure whereby the client knows the total cost of 
recruitment and pays as progress/levels are reached. 
 
Level of Position Contract Fee Interview Fee Hire Fee Total Fee 
Scientist $2,833 $2,833 $2,834 $8, 500 
Sr. Scientist $3,333 $3,333 $3,334 $10,000 
Director $4,000 $4,000 $4,000 $12000 
Executive $4,666 $4,666 $4,668 $14,000 
 
Reimbursable Expenses: 
 Business telephone, Internet service, and facsimile calls and postage costs 
documented by receipts 
 Business travel expenses (only if approved by client in advance) 
 Business travel expenses for applicant interviews (only if approved by client in 
advance) 
 Advertising costs (only if approved by client in advance) 
 Video interviewing/conferencing (only if approved by client in advance) 
 
 
How to Use the Service  
1. The Center identifies a position that needs filling.  It is recommended that the 
Center select a position that is fairly senior, or difficult to fill, or particularly strategic.  
Advise both G&D and GRS.  
2. The Center arranges for GRS to have access to the following: 
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 Center documentation, procedures, structures, practices and operations 
regarding recruitment 
 Point person for administrative matters 
 Point person on Search Committee 
 Access to staff who may be affected by the hiring decision.   
3. The Center, together with GRS, establishes a “baseline” based on 3-4 recent and 
comparable recruitments, including numbers of applicants disaggregated by gender 
and diversity.   
4. GRS supports the Center in its selected recruitment process (phases 1-4 above).  
5. Results of the process are compared to the baseline and reported to G&D. 
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Annex 6..  Guidelines for Diversity-Positive 
Short-Listing 
 
Technical competence and management experience are often the sole 
criteria for short listing candidates. But other factors ~such as cultural 
competence and teambuilding~ are just as important for the 
successful selection of most CGIAR positions. Assuming professional 
qualifications, such as appropriate educational background, training 
and experience, along with commitment to the organization, there are 
other characteristics to screen for: 
 The candidates must: 
 Have a demonstrated ability to build and maintain 
relationships with people of diverse backgrounds. 
 Be sensitive to local realities, social, political or cultural. 
 Be open and non-ethnocentric, dynamic.  
 Have good, harmonious personal and professional 
relationships.  
 Have respect for others in a way that makes them feel valued, 
attentive and concerned.  
 Be a good listener, and patient with those speaking in their 
second or third language.  
 Be flexible in response to ideas, beliefs or points of view.  
 
But these are not characteristics that show up on CVs. Therefore, it is 
recommended that you: 
 
DO ensure that all suitably qualified women and developing 
country applicants are put on the long shortlist (e.g. 10-30 
candidates), even if they do not fully meet all the ‘first sift’ 
short listing criteria.  
 
Centers tend to shortlist in two or more ‘sifts’. The aim of the first sift 
is to reduce the number of CVs to a size that can be discussed 
conveniently by the Search Committee. First-sift criteria tend to be 
those that can be quickly applied, for example the minimum number 
of years experience since obtaining a Ph.D., the number of 
publications in international journals, or employment in institutions of 
high repute. For the reasons described above, highly qualified women 
and developing country professionals have less chance than northern 
men of getting through the first sift. The fact that they might be better 
qualified in other aspects of the job (e.g. in terms of building strong 
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partnerships, teamwork, interdisciplinary work) may go unnoticed 
because these things are not normally explored at the first-sift stage.  
There are two solutions. Either search committees should ensure they 
use the full range of post-specific selection criteria for the first sift (this 
would be time consuming), or they include women and developing 
country professionals on the first shortlist even if they do not fully 
meet the first sift criteria, on the basis that they may have 
compensatory strengths in other areas.  
 
DO gather as much information about candidates as possible; 
DO NOT forget to include interpersonal skills and leadership 
capabilities.  
 
Some individuals have many years management experience but are 
not good managers; others have scores of publications yet have made 
little contribution to the goals of fighting hunger and poverty. Women 
and developing country professionals may appear risky simply 
because they have fewer years experience or fewer publications than 
others. Search committees should do all they can to get beyond the 
numbers and acquire a full picture of each candidate’s abilities and 
potential. For candidates not known personally, this requires asking 
for detailed references and using personal networks to obtain 
additional information.  
 
DO NOT omit women or developing country professionals 
from the shortlists on the basis of assumptions about their 
ability to work in a particular country or location.  
 
It is unacceptable for an international organization to rule out 
applicants on the basis of stereotypic assumptions about who can 
work where. A country regarded as difficult for a woman or a person 
from a developing country may be regarded in a different light by 
those individuals who have lived and worked in places yet more 
challenging.  
 
If, despite following guidelines above, the search committee 
manages to shortlist only men from developed countries, DO 
ask for an explanation.  
 
Asking selection committees to specify why they were unable to 
shortlist women or developing country professionals is a useful way of 
double-checking the appropriateness of the selection criteria used. For 
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example, if the most frequently stated reason for not short listing 
developing country professionals is ‘lack of sufficient experience’, the 
committee should be asked to consider whether the amount of 
experience it requires is really essential for the post.  
Putting the onus on search committees in this way can also help 
identify constraints to the recruitment of diverse candidates elsewhere 
in the system. For example, the fact that women are not short listed 
because of their lack of experience may indicate the need for careful 
targeting of position announcements to senior women through 
professional associations and universities. A different sourcing strategy 
would then need to be adopted for the next post advertised at this 
level.  
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Annex 7. Guidelines for Diversity-Positive 
Interviews  
 
DO make sure interviewing panels reflect the diversity of 
existing staff, in terms of both gender and diversity. 
 
Interviewing panels tend to feel most comfortable with people like 
themselves. The more similar the members of the panel, the less 
tolerant they tend to be of ideas and experiences which they do not 
share. If panel members themselves represent a range of views and 
experience, there is a better chance that all candidates will get a fair 
hearing. Seek the same diversity in selection panels as in the staff of 
the organization as a whole.  
DO cover the same set of issues with each candidate (these 
should be based on the key selection criteria). 
 
The same general set of issues should be covered with all candidates, 
although the way in which each issue is treated needs to vary. The 
aim is to enable panel members to evaluate candidates against the 
same set of criteria while affording individual candidates opportunities 
to talk about their own experience and skills.  
 
DO plan interviews properly. The interview panel should 
meet for a planning session before the first interview. 
 
Interview panels will be effective if they have decided on the question 
areas to be covered with each candidate, the panel member who will 
cover each area, the method they will use to evaluate candidates, and 
the weighting they will give to each criterion. Sufficient time should 
be set aside for a planning meeting to cover these issues, ensuring that 
each panel member understands the approach to be used and his or 
her role in the interview.  
 
DO give candidates every opportunity to perform well in the 
interview. To set up a candidate-friendly interview:  
 Give sufficient rest time before the interview. The effects of 
jet-lag can severely affect performance. 
 If candidates are expected to give a seminar, send them 
guidelines in advance, to ensure they prepare relevant 
topics.  
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 Explain the nature of the interviewing process and, in 
particular, the role of non-panel members in decision-
making. 
 Arrange for candidates to meet relevant people outside the 
interview panel, but not a cast of thousands. Being 
interviewed by a large number of staff, each for a short 
period, does not necessarily increase the amount the 
candidate is able to communicate about herself or learn 
about the Center.  
 Allow time for discussing non-work issues: schools, 
accommodation options, security, possibilities for partner 
employment, etc. 
 
Even if not selected, candidates should leave the Center feeling that 
the interview process was fair and friendly. Interviewees who have 
positive memories of an interview can be relied upon to promote the 
Center’s image and reputation; those who did not enjoy the 
experience are unlikely to be good ambassadors.  
DO ask specific, problem-solving type questions.  
 
Vague questions allow those with good interview skills but little 
knowledge to excel; specific problem-solving type questions tend to 
reveal a candidate’s ability to think and act rather than just talk.  
 
DO delegate just one person to talk to each candidate about 
his or her home and family situation.  
 
Some women complain that they are asked about their partner 
and/or children by every interviewer (alternatively, that they are 
asked how they would manage being single). This makes them feel 
that they are being judged on the basis of their marital and family 
status rather than on the basis of their professional competence and 
suitability for the post.  
 
It is better to give one person the responsibility for covering issues 
related to all aspects of living at the Center, including facilities, 
services, and constraints encountered by partners and family 
members. 
 
DO NOT use marital or family status as a selection criterion.  
 
Candidates should be selected on the basis of their ability to do the 
job. Candidates themselves should make the decision about whether 
their personal and family circumstances are suitable one for them and 
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their partners/families. The Center’s task is to make sure the 
candidates have enough information to make this decision.  
 
DO encourage the spouses/partners of short-listed candidates 
to come to the interview. 
 
It is strongly recommended that Centers invite spouses/partners to 
accompany short-listed candidates when they come for interview. 
There are several advantages to this: a couple can take an informed, 
joint decision to come if offered the post; the spouse/partners can 
learn about relevant facilities and services, and most important, it 
signals to spouses/partners that the Centers considers them an 
essential member of the community.  
 
For the spouse/partner visits to work well, two things must happen. 
First, suitable travel arrangements must be made. Secondly, proper 
arrangements need to be made to enable the spouse/partner to make 
the most of the allotted time. This requires organization by Center 
staff and, ideally, assistance from resident spouses/partners who are 
the best qualified to talk about local living conditions.  
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